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US ARMY CORPS OF ENGINEERS DISABLED VETERANS
AFFIRMATIVE

ACTION PROGRAM (DVAAP) PLAN
FY 2001- 2005

I.  PURPOSE AND BACKGROUND.

     a.  This document sets policies and procedures for managing the US Army Corps of
Engineers (USACE) Disabled Veterans Affirmative Action Program Plan (DVAAP).  It
applies to all activities of USACE financed by appropriated funds, and covers all
employees and applicants for employment with the exception of non-citizens employed
outside the limits of the United States.

II.  DEFINITIONS.

      None.

III.  POLICY.

a. It is the policy of USACE to actively seek opportunities to hire, train and
promote disabled veterans, with emphasis on those who are 30 percent or more
disabled.  This policy should not be construed to permit preferential treatment in the
employment and advancement of disabled veteran employees or applicants for
employment beyond that authorized for appointment to the competitive service.  It does
require that USACE activities assess the current status of disabled veteran employment
within their organizations and seek out eligible disabled veteran employees and/or
applicants for employment for vacancies which occur and are subject to USACE,
Department of Army (DA) and Department of Defense (DoD) hiring and budget
restrictions.

     b.  Disability may not be used as the rational for non-selection of a disabled veteran
who, with or without accommodation(s), is otherwise fully qualified for employment in a
position.  To the extent that special accommodations will permit a disabled veteran to
perform the essential functions of a job for which he or she is selected, it will be
provided if it is reasonable and does not create undue hardship.
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DISABLED VETERANS AFFIRMATIVE
ACTION PROGRAM PLAN ACCOMPLISHMENT

REPORT - FY 2000

I. US ARMY CORPS OF ENGINEERS PROGRESS IN DVAAP
IMPLEMENTATION
.
Categories   Total   GS/GM GS/GM 13+  Wage System
Disabled. Veterans 455 261 30 164
% Representation 1.32 .76 .09 .48
Population
Change

Not
Available

Not
Available

Not Available Not Available

%  Population Change   “   “   “         “   “       “

Categories Professional Admin. Technical Clerical Other W/C
Disabled. Vet. 80 101 90 20 164
% Representation .23 .29 .26 .06 .48
Population
Change

Not
Available

Not
Available

Not
Available

Not
Avail-
able

Not
Available

% Population
Change

  “      “       “    “     “

Categories Total   30% DV
GS/GM

   30% DV
GS/GM 13+

  30% DV
Wage System

30% DV 211 123 11 77
Representation .61 .36 .03 .22
Population
Change

Not
Available

Not Available Not Available Not Available

% Population
Change*

    “     “         “      “       “      “        “

* Formula for computing % of Population Change: Current Year Population change (+/-) divided by
previous year Total disabled veterans in each Category.  Resulting % may be a +/-.
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II.  RECRUITMENT AND EMPLOYMENT METHODS

      A.  Policy

      It is the policy of USACE to give full and fair employment consideration
to individuals with disabilities.  This includes hiring, placement, training, advancement
and retention in positions for which the skills of these individuals can be utilized to the
maximum extent with sound staffing and performance requirements.

       B.  Methods Used to Provide or Improve Hiring Opportunities for
Disabled Veterans

        The Department of the Army (DA) regionalized the personnel servicing
concept since USACE’s last accomplishment report and plan update.  The personnel
offices that formerly provided full-service personnel services were replaced by USACE
Civilian Personnel Advisory Centers (CPACs) and DA Civilian Personnel Operations
Centers (CPOCs).

        Many of our positions are advertised through the CPOC’s Delegated Examining
Units (DEUs).  These vacancy announcements are available on the Internet via Army’s
vacancy announcement Web site (www.cpol.army.mil) and the Office of Personnel
Management’s (OPM’s) vacancy announcement Web site (www.usajobs.opm.gov).
The Army’s vacancy announcement Web site complies with the Americans with
Disabilities Act.  Outreach lists for external announcements typically include disabled
veterans organizations or other related special interest groups.  CPACs perform
outreach activities, even though they are not currently staffed to conduct these labor-
intensive tasks.

      USACE CPACs continue to provide program advice and guidance to serviced
organizations and assist, to the extent permissible and possible with the regionalized
personnel concept, in recruitment and hiring of disabled veterans.  Commanders and
Directors continue to emphasize the importance of this program and continue to stress
program awareness and participation in recruitment and accommodation activities.
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     C.  Methods Used to Provide or Improve Internal Advancement
Opportunities for Disabled Veterans

      The majority of vacancies allow applications from disabled veterans eligible for
direct hire excepted service appointments.   Applications from current USACE and DA
employees are accepted using RESUMIX procedures.

      USACE CPACs continued to provide advice and guidance on the
advancement of disabled veteran employees during FY 2000.
Commanders and Directors continued to emphasize the importance of the
program and continued to stress program awareness and participation
in developmental assignments and other advancement opportunities.

       D.  Monitoring, Review and Evaluation of Major Command
(MACOM)/Installation Programs.

       During FY 2000, we monitored, reviewed and evaluated our disabled
veterans program.
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Noteworthy Accomplishments

1.  Full Permanent Change of Station costs were, and continue to be, borne by
the organization having the opening within USACE  to encourage all applicants to apply
for openings filled through vacancy announcements  (EC 690-1-708).

2.  All USACE organizations offered, and continue to offer, a wide array of
alternative work schedules to attract disabled veterans.

3.  USACE has increasingly identified, and will continue to identify, local
organizations that support disabled veterans and continues to network with these
organizations in the advertisement of our opportunities.

4.  Supervisors/ managers and other responsible officials were, and continue
to be,  advised by USACE CPACs on restructuring positions to lower grades,
designing bridge positions and implementing individual development plans in order to
provide more flexibility in appointing and developing disabled veterans.

5.  Supervisors/managers were, and continue to be, informed of affirmative
action goals, the need to improve the hiring of individuals with targeted disabilities, as
well as the need to improve the advancement and training of disabled veterans, and
special appointing authorities for hiring persons with disabilities, including 30% disabled
veterans.  This information is provided through EEO and supervisory training.  Even
though the booming economy has adversely impacted efforts to attract and hire disabled
veterans, USACE will strive to meet the goal of hiring individuals with disabilities and
targeted disabilities as well as hiring and advancing disabled veterans, including 30%
disabled veterans, by FY 2005.

6.  Through better communication, USACE projects that barriers to
employment and the development of strategies to eliminate those barriers will be
accomplished.
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